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Before You Begin

What is the purpose of this report?
Our goal is simple: To help you achieve yours. This document is a tool to help you start conversations, help align
behaviors with goals, and help you grow faster. The results here are not a grade or a trap, because we believe that people
are wonderfully complex and can’t be reduced to a few scores on an assessment.

What does the output look like?
Each trait is presented on a single page that includes a de�nition, key misconceptions, and a 0 to 10 data graph like the
one below. On each data graph, scores are represented with darts, with your self-description on top and your 360
descriptions on bottom. The reference range is the darker shaded area. It was determined using a combination of art and
science to identify typical behaviors of effective leaders, including hundreds of thousands of coaching sessions and more
formal data comparisons and regression analyses.

0 1 2 3 4 5 6 7 8 9 10

What are common mistakes people make interpreting the results?

1. Thinking scores are “good” or “bad.” There isn’t a one-size-�ts-all mold of leader, and any score on any trait has
associated strengths along with some risks or constraints. In fact, a constraint is a behavior you can take too far,
often a strength you can take too far! So as you work on your constraints, don’t under-emphasize your strengths.

2. Overanalyzing spread or outliers. There isn’t a single perception of you and having some spread is normal. People
can only see you through their �lter, along with the fact that each person knows you in different ways. When it
comes to outliers, focus more on the direction not the distance. Taking the input personally will only complicate
your growth journey.

3. Feeling like you can’t disagree. If you �nd something you disagree with, maybe it warrants further re�ection and
conversation, or maybe it’s something you should ignore.

4. Feeling like you need to change/grow a lot. No one should feel like they need to overhaul themselves, change their
style, or feel guilty for their natural wiring. But all of us can tweak some behaviors to be more effective.

5. Overanalyzing the reference range. The reference range is a rule of thumb to help you know which direction to
likely tweak your behaviors. Even if your role may require, let’s say, more of a behavior than is re�ected in the
reference range, the reference range could be a reminder that in other settings a more tempered amount of the
behavior is appropriate.
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1 Urgency and Intensity
Demonstrated urgency and intensity. High scorers have a more noticeable focus on task accomplishment and generally
prefer recognition for those accomplishments. Placing a high value on time, they have a faster internal clock and are
typically more goal-directed and even impatient, while low scorers are more relaxed and approachable. Low scorers could
still be very driven, but they may have different motivators than the need to achieve things.

Common Misconceptions

1. Low scorers don’t work hard (other scales/factors may motivate them—e.g., they work hard because they want to
be part of a team, because they don’t want to let anyone down, or because of the importance of the mission)

2. High scorers aren’t relational (they may also score high on Need to Nurture and thus have a high need to be
productive while also emphasizing the importance of culture and team)

3. High scorers always work hard or never procrastinate (everyone can be overwhelmed, hit a wall, or put off
something that is less urgent or ful�lling)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 7.9

Reference Range: Represents someone who operates at a faster pace and emphasizes the importance of task
accomplishment.

Lower Scores 0 to 5 Higher Scores 8 to 10

Potential Strengths: relaxed, patient, approachable,
easygoing

Potential Strengths: results-oriented, task-focused, self-
motivated, goal-directed, driven

Potential Constraints/Risks: appearing overly laid back,
under-emphasizing task accomplishment, not
demonstrating a high enough value of time,
overelaborating.

Potential Constraints/Risks: emphasizing task focus at
the expense of people focus, being impatient, moving too
quickly, rushing discussions at the expense of getting buy-
in from others.

Re�ection Questions: What are situations in which you
demonstrate the most urgency and intensity? What can
you further draw from those situations? Do you allow
others to set the pace on meetings/discussions?

Re�ection Questions: Can you allow a discussion to take
a turn or allow someone to more fully express themselves
when needed? Do you see how sometimes slower can be
faster?

Why might I have spread or an outlier in my scores? Some people may be rating you based solely on external urgency
and haven’t interacted with you enough to speak to your true intensity. An outlier could be due to having a different
communication style/pace.
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2 Need to Nurture
Tendency to express verbal or physical behaviors that bene�t others. High scorers have a higher need to be
encouraging, sympathetic, affectionate, and connected, while low scorers are more independent, individualistic, and less
caught up in emotions.

Common Misconceptions

1. The more nurturing, the better (very high nurturers could enable others or struggle giving feedback)
2. Low scorers don’t nurture (their nurturing may be situational; they may nurture in some ways but not others;

nurturing may be demonstrated but then nulli�ed by criticality or careless comments)
3. It takes a lot of time to nurture (a few minutes a day can pay off signi�cantly)
4. People apply their nurturing consistently (they may turn it down at work or with their inner or outer circle)
5. Nurturing is one size �ts all (organizational cultures can vary in terms of how much is ideal or expected)
6. If I force nurturing, it will appear insincere (you may simply need to keep working out your nurturing muscles)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 4.2

Reference Range: Represents someone who can typically demonstrate care and concern through investing in and
encouraging others without overdoing it. This balance helps people build the relational capacity to work through
challenges and earn the right to have di�cult conversations.

Lower Scores 0 to 4 Higher Scores 7 to 10

Potential Strengths: more independent, less caught up in
emotions and feelings, can operate more autonomously

Potential Strengths: encouraging, appreciative, more
team emphasis, connected more deeply to others,
collaborative, warm, helpful

Potential Constraints/Risks: less depth of connection to
others, under-realized in�uence on others, not motivating
people through nurturing, higher turnover around them.

Potential Constraints/Risks: sugarcoating or over�ltering
candor, rescuing people from consequences, not setting
boundaries, nurturing everyone but themselves.

Re�ection Questions: Is it easy for you to deeply connect?
Do you take the lead in strengthening relationships? Are
people equally committed to you as they are to the
mission? Do you realize your in�uence on others?

Re�ection Questions: Might you avoid con�ict at times?
Do you care enough about people to be candid and hold
them accountable? Have you leveraged the capacity you
build? Do you �ll your own tank too?

Why might I have spread or an outlier in my scores? Spread in your scores may occur if you use a certain nurturing
currency (e.g., being loyal, sentimental, or generous) while someone else expects and responds to a different one (e.g.,
public praise, quality time, or keeping in touch). People see you and rate you through their lenses, so you shouldn’t expect
all of your 360 scores to be in a narrow range, and you shouldn’t be overly surprised by an outlier.
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3 Criticality
The re�ex to critique. This re�ex is typically directed toward other people’s behavior, decisions, opinions, ideas, or
shortcomings, and it can be demonstrated through words, tone, reactions, or body language. High scorers have high
expectations and are more skeptical, scrutinizing, demanding, and can come across as contrarians, while low scorers are
more tolerant, positive, empathetic, and trusting.

Common Misconceptions

1. Being critical is bad, and thus low critical is ideal (criticality can drive performance and growth; high scorers may
also be more discerning and scrutinizing at times in decision-making)

2. We apply our criticality consistently (it can vary based on the audience, our stress level, or our expectations)
3. High scorers are pessimists (they can score high but still be optimistic about life)
4. High scorers always apply their critical thinking to their own ideas and opinions (they often unplug it with their

own ideas and perspectives)
5. Low scorers are never hypercritical (they still have pet peeves and most of us are harder on our inner circle)
6. Low scorers don’t address con�ict (handling con�ict is a skill anyone can develop and enhance; someone can still

be lenient at heart but learn over time the importance of being more direct)
7. Low scorers can’t critique processes or decisions (they still leverage their experience)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 6.9

Reference Range: Represents someone who can be candid and challenge others, usually without pushing too hard.

Lower Scores 0 to 3 Higher Scores 7 to 10

Potential Strengths: tolerant, kind, forgiving, sees
positives, gives others bene�t of the doubt

Potential Strengths: high expectations, critical thinking,
scrutinizing, pointing out concerns

Potential Constraints/Risks: may over-�lter candor, more
hesitant to stretch and challenge others, may not
establish and enforce consequences.

Potential Constraints/Risks: being di�cult to please, not
carefully picking battles, being quick to �nd fault,
appearing skeptical, using disapproving body language.

Re�ection Questions: Would it enhance your leadership
and your legacy to address issues directly even more
frequently? Do you have a habit of debrie�ng meetings
and interactions so that people know what they did well
and what could be improved?

Re�ection Questions: Do you ever critique so much that it
demotivates team members? Are you able to adapt your
style of delivery to others who are more sensitive or self-
critical? Are you too quick to point out concerns when
others may simply want to brainstorm?

Why might I have spread or an outlier in my scores? Some people may see (or feel) your criticality, while others have
experienced a more tolerant side of you. Outliers on the high side can be due to someone focusing on a speci�c situation
or two in which you were perceived as hypercritical.
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4 Self-Con�dence
Overall belief in yourself and your abilities. High scorers are self-assured and con�dent, while low scorers are more likely
to second-guess themselves and have di�culty taking risks.

Common Misconceptions

1. High scorers never question themselves or struggle with con�dence (they can still second-guess themselves,
especially in less familiar roles or settings)

2. You just have to believe in yourself to be con�dent (positive self-talk can be very helpful, but there are a lot of
settings in which competence is just as important, if not more important)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 8

Reference Range: Represents someone who has a strong self-belief without usually taking it too far and coming across
as condescending, indifferent, or arrogant.

Lower Scores 0 to 5 Higher Scores 8 to 10

Potential Strengths: humble demeanor, not projecting
arrogance

Potential Strengths: belief in themselves, comfort with
risk, making a con�dent impression

Potential Constraints/Risks: not recognizing their
strengths, having self-limiting thoughts.

Potential Constraints/Risks: de�ecting input from others,
having their con�dence overpower others.

Re�ection Questions: Do you see the bene�ts of
projecting more con�dence? Do you focus too much on
your imperfections?

Re�ection Questions: Might you ever give off the
impression that you are de�ecting input or feedback? Do
you see the power of showing humility?

Why might I have spread or an outlier in my scores? Some people may have seen you more than others in a role or
setting in which you were more experienced or comfortable and thus demonstrated more con�dence.
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5 Self-Critical
The tendency to experience self-doubt and negative self-talk. High scorers are humbler but also more self-doubting and
more likely to take perceived criticism personally, while low scorers are more resilient, opinionated, and con�dent.

Common Misconceptions

1. Low scorers are never hard on themselves (they may be hard on themselves in a perfectionist sense, but not in a
self-belittling manner)

2. Highly self-critical people are deeply insecure (they may carry themselves well and be high-performing while still
having a tendency to second-guess themselves or overthink)

3. High scorers have a higher desire to grow (this scale isn’t measuring desire to improve)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 1.9

Reference Range: Represents someone who can self-critique without beating themselves up or excessively doubting
themselves.

Lower Scores 0 to 2 Higher Scores 5 to 10

Potential Strengths: con�dent, resilient, self-reliant, more
comfortable taking risk, not bothered by self-doubt

Potential Strengths: humble, sensitive, accommodates
others

Potential Constraints/Risks: not self-re�ecting enough,
intimidating certain people, de�ecting blame to others.

Potential Constraints/Risks: holding onto mistakes,
excess self-doubt, taking input personally, avoiding
con�ict/tension, overanalyzing, being overly fearful.

Re�ection Questions: Are you seen as someone who is a
sponge for input and feedback? When people share an
opinion, are you already thinking of counterarguments? Do
you see decisions in your past in which you de�ected
others’ input?

Re�ection Questions: Do you replay and internalize
mistakes too much? Do you try to please everyone to a
fault? Do you take things personally and feel like you’ve let
people down or that you can’t measure up? When are you
the hardest on yourself?

Why might I have spread or an outlier in my scores? Some people may be focusing on a particular event or interaction in
describing you. Or some people may have seen you in one role or group in which you project more (or less) self-belief.
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6 Need for Encouragement
Tendency to seek and rely on encouragement and support from others. High scorers are more sensitive and appreciative
of a�rmation but also can be more dependent on others’ opinions and thus can take criticism too personally, while low
scorers are more thick-skinned, independent, and less bothered by self-doubt.

Common Misconceptions

1. Low scorers never take things personally or get defensive (even if they are less dependent on approval they can
still be thrown off, disappointed, or hurt)

2. High scorers are ultra-sensitive and always take things personally (they don’t depend on everyone’s approval—
often their hypersensitivity occurs with authority �gures)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 3

Reference Range: Represents someone who appreciates a�rmation and approval from others while still not being
dependent on others’ validation.

Lower Scores 0 to 2 Higher Scores 5 to 10

Potential Strengths: self-assured, thick-skinned,
con�dent, resilient

Potential Strengths: sensitive, appreciative of
compliments

Potential Constraints/Risks: being so self-assured that
input from others is de�ected, not being aware that others
are more sensitive, not caring enough what some people
think.

Potential Constraints/Risks: being perceived as
hypersensitive, overanalyzing, taking input too personally,
avoiding risk or con�ict or other situations in which
someone could be disappointed in them.

Re�ection Questions: Do you realize that just because
you don’t crave or depend on a�rmation as much, others
do? Do you appreciate the balance that more sensitive
people provide? Does your more thick-skinned nature ever
cause you to come across as de�ecting someone’s input
or feedback?

Re�ection Questions: Do you give other people too much
power over your emotions and contentment? Are you
overly thrown off by people who aren’t as sensitive or
tactful? Can you shorten that recovery time? Do you ever
read into something and later realize you spent too much
emotional energy?

Why might I have spread or an outlier in my scores? You may have some people who are closer to you and who have
observed your more (or less) sensitive side. Spread and outliers can also be because some people have experienced you
from an authority �gure role in which you wanted their approval more while others experienced you in a more parallel role.
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7 Dominance
The preference for control. High scorers are more self-assured and take the lead more re�exively, while low scorers can
be more content in secondary roles.

Common Misconceptions

1. You have to be dominant to lead (leadership style isn’t one-size-�ts-all)
2. High scorers are always controlling (this scale is measuring a preference, and preferences can still be situational)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 7

Reference Range: Represents people who have a higher preference for control but not to an excessive extent.

Lower Scores 0 to 4 Higher Scores 7 to 10

Potential Strengths: supportive, can be content in
secondary roles

Potential Strengths: can take charge, can assert
themselves

Potential Constraints/Risks: holding back too much when
with more dominant personalities or in less familiar
settings, gravitating to the periphery of groups.

Potential Constraints/Risks: struggling when not in
control of situations or decisions deemed important,
having power struggles with similarly dominant
personalities.

Re�ection Questions: Do some people see you as not
asserting yourself enough? Do you back down too
re�exively at times?

Re�ection Questions: Is your preference for control ever
so high that it holds you back? Can you take a step back
when needed?

Why might I have spread or an outlier in my scores? Your describers may have experienced you in different roles, along
with the fact that some people’s perspective of assertiveness could be different from yours.
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8 Deference
The tendency to defer to others. High scorers are more cooperative, diplomatic, and able to defer control to others when
needed, while low scorers are more strong-willed, bold, and stubborn.

Common Misconceptions

1. High scorers are never assertive (they may be very forceful and opinionated about certain things)
2. Low scorers are always domineering (at times they can still alter their course or take a back seat)
3. You have to be dominant to lead (leadership style isn’t one size �ts all)
4. Being extremely agreeable and deferential is a virtue (there are times when disagreeing is necessary)
5. Listening is always good (sometimes you need to redirect or elbow into a conversation)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 2

Reference Range: Represents people who can assert themselves and take charge without being overbearing. They can
lead, but still listen and bring others along.

Lower Scores 0 to 3 Higher Scores 6 to 10

Potential Strengths: strong-willed, take-charge, assertive,
decisive, bold, independent

Potential Strengths: agreeable, cooperative, good listener,
considerate, supportive

Potential Constraints/Risks: sti�ing open dialogue about
topics or concerns, not empowering others, having power
struggles with other strong personalities, not perceived as
truly listening, being hard to sway.

Potential Constraints/Risks: not stepping up when
around more dominant people, not being as direct,
spreading themselves too thin, hesitant, waiting for
permission versus charging forward.

Re�ection Questions: Can you take a step back when
needed? Do you draw out others in discussions? Do you
get buy-in by asking versus just telling? Do you
demonstrate receptiveness to input even if you disagree?
Do you create fellow leaders or just followers?

Re�ection Questions: Can you step up when appropriate?
Do you back down in some groups or when around more
dominant personalities? Do you communicate in a way
that is straightforward enough when needed and not
overly sheepish? Are you comfortable disagreeing with
others?

Why might I have spread or an outlier in my scores? Some people may have seen you in a role in which you were able to
demonstrate assertiveness, while others have primarily seen you in more of a support role. An outlier could be due to
their perspective of assertiveness being different from yours.
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9 Self-Control
The tendency to exercise self-control. The high scorer exercises more restraint and can therefore be more �ltered,
careful, and hesitant, while the low scorer is more impulsive, spontaneous, and outspoken.

Common Misconceptions

1. Higher is always better (you can be over-controlled and suppress to a fault)
2. Self-Control is applied consistently across someone’s life (it’s a general measure so variation should be expected

—e.g., someone may be very self-controlled �nancially but less self-controlled verbally)
3. Low scorers lack ethics (this trait isn’t measuring ethics—it’s measuring overall restraint and hesitation)
4. High scorers never get �ustered or do something they later regret (their fuse is just longer—in fact, they may

underreact, underreact, underreact, and then overreact)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 6.4

Reference Range: Represents people who can express and take action without being overly hasty. They can exercise
su�cient restraint without being inordinately reluctant or indecisive.

Lower Scores 0 to 3 Higher Scores 6 to 10

Potential Strengths: acts quickly, expressive,
adventurous, spontaneous

Potential Strengths: composed, careful, thinks before
speaking, deliberate decision-making

Potential Constraints/Risks: making impulsive decisions,
saying something without thinking, interrupting, causing
situations to escalate.

Potential Constraints/Risks: less expressive, less
decisive, harder to read, less spontaneous, overly thrown
off by uncertainty or risk.

Re�ection Questions: Does your tendency to be un�ltered
hurt others? Do you own it quickly when you speak or act
hastily? Do you embrace others who are more cautious
and contemplative as a balance for you? Are you able to
slow down when needed?

Re�ection Questions: Do you avoid risk too much? Does
your lack of demonstrativeness ever force others to �ll the
void? Do you hold back too much in group settings? Do
you play it safe and stay within comfort zones to a fault?
Do you embrace people who move more quickly?

Why might I have spread or an outlier in my scores? Because Self-Control is a multifaceted trait, some of your 360
describers may zoom in on one aspect of Self-Control while others zoom in on a different aspect. Similarly, an outlier can
occur if a 360 describer is focused on a singular example of your behavior.
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10 Aggressiveness
Tendency to escalate and be aggressive. High scorers will push back when pushed on and have a high need to win,
sometimes even at the expense of others, while low scorers are more patient and less likely to cause situations to
escalate.

Common Misconceptions

1. High scorers can’t be gracious (scoring high doesn’t mean someone is constantly argumentative)
2. High scorers are always competitive (there can still be circumstances in which they care little about the outcome

and whether they “won”)
3. Low scorers aren’t competitive (they could strive to excel but not as much at the expense of others)
4. Low scorers never get �ustered (everyone has a boiling point)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 5.5

Reference Range: Represents someone who has a good overall balance of being able to push and compete without
taking it too far.

Lower Scores 0 to 3 Higher Scores 7 to 10

Potential Strengths: conciliatory, patient, cooperative,
enjoys others’ success, team-oriented

Potential Strengths: competitive, forceful, yearning to win

Potential Constraints/Risks: not pushing back when
needed, avoiding con�ict or tension, being reluctant to
disagree, not challenging people as much.

Potential Constraints/Risks: being perceived as
argumentative, causing conversations to escalate, �aring
up internally.

Re�ection Questions: Can you su�ciently push back
when needed? Are there times when you avoid or are less
comfortable with tension or con�ict? At these times,
could you further remind yourself that tension can be a
good thing?

Re�ection Questions: Do you seem to try to get the last
word in when disagreeing with others? Do you sometimes
use trigger words that make someone feel like they were
forced to lose a discussion? Do you own the fact that you
are more �ery internally, for better and for worse?

Why might I have spread or an outlier in my scores? Some people may have experienced you in a role in which you
demonstrated a more aggressive side, while others have seen you in more of an unassuming role. An outlier could be
because someone is zooming in on a speci�c encounter in which you were more (or less) �ery and opinionated.
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11 Need for Order
Preference for structure and planning. High scorers are more organized, list-oriented, and thrive in environments with
clear plans and decisions. They have a place for things and have a higher degree of sensitivity to disorder, while low
scorers are more adaptable, less detail-oriented, and better able to operate in the midst of disorder.

Common Misconceptions

1. High scorers are ultra-e�cient (they may get caught up in excess details)
2. High scorers have everything organized (desk or closet could be cluttered—they may just overall have a higher

sensitivity to disorder)
3. Low scorers are never organized (their life isn’t chaos—most people have select parts of their life that they keep in

order)
4. Everyone has to have a strong Need for Order (in many roles you can delegate or hire it)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 8.6

Reference Range: Represents someone who can be detailed and planful, but not at the expense of adaptability and
agility.

Lower Scores 0 to 5 Higher Scores 7 to 10

Potential Strengths: less lost in details, comfortable in
unde�ned situations, adaptable

Potential Strengths: organized, thorough, structured,
planful, precise

Potential Constraints/Risks: being disorganized, losing
track of details, not planning ahead enough, not devising
systems.

Potential Constraints/Risks: being caught up in details,
lacking spontaneity, being overly tactical versus strategic,
slowing things down.

Re�ection Questions: Do you embrace and leverage
people around you who are more meticulous? Could you
be better at making sure things have a home and that you
put them in their homes? Could you be more planful with
your time?

Re�ection Questions: Do you embrace people around you
who are less meticulous as a helpful balance for you? Do
you stress out people who don’t share the same level of
detail-orientation? Do you get overly involved in details at
times?

Why might I have spread or an outlier in my scores? People look through their own lenses and expectations of detail-
orientation, which can vary and thus cause 360 descriptions to be more spread out. An outlier could occur because the
person hasn’t interacted with you extensively.
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12 Need for Change
Tendency to seek and get energy from new experiences. High scorers are more spontaneous and distractible, and they
thrive when able to inject some variety, while low scorers thrive with stability, continuity, and routine. Low scorers typically
have a more resistant �rst response to unexpected changes.

Common Misconceptions

1. High scorers can’t stay focused (they could have high Need for Change and high Need for Order)
2. Low scorers aren’t innovative and never like new ideas (anyone would embrace an obvious improvement; low

scorers could still be creative—and everyone likes their own ideas!)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 0.9

Reference Range: Represents someone who can adequately inject and embrace change without being overly disruptive
or unfocused.

Lower Scores 0 to 3 Higher Scores 6 to 10

Potential Strengths: enjoys continuity, content with
stability

Potential Strengths: �exible, adaptable, enjoys new
experiences, spontaneous

Potential Constraints/Risks: lacking spontaneity, staying
within comfort zones, missing out on better options, being
perceived as resisting change or creativity.

Potential Constraints/Risks: changing too many things at
once, overwhelming people who are less change-oriented,
getting started but not �nishing, not getting enough
second opinions before enacting change.

Re�ection Questions: Do you embrace people who are
more change-oriented and also recognize how much they
are energized by change? Are you fun to brainstorm with
or do you sometimes sti�e creative discussions? Do you
get stuck in comfort zones and routines and miss out on
better alternatives? Could you have a better initial
response to unexpected changes?

Re�ection Questions: Does your pace of change stress
out others? Do you leverage people who are slower to
embrace change and also recognize how much they are
energized by predictability and focus? Are there changes
you imposed that later proved to have limited bene�t?
Have you accepted the fact that most organizations don’t
move quickly?

Why might I have spread or an outlier in my scores? Some people may have seen or experienced you in a role in which
you had freedom to implement changes while others experienced you in a setting in which change was frowned upon.
Spread and outliers can also be caused by someone focusing on a singular change or two that you either championed or
resisted.
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13 Energy and Expressiveness
Tendency to be playful, energetic, and humorous. High scorers are more noticeably outgoing and expressive, having a
strong social presence, while low scorers are more reserved and cautious.

Common Misconceptions

1. Low scorers aren’t fun (could be extremely fun situationally but may be less consistent across settings)
2. Low scorers aren’t good at engaging people (may be great at engaging, particularly one-on-one; engaging others is

a skill anyone can develop and strengthen)
3. All leaders should be high scorers (leadership doesn’t require a huge personality)
4. Scoring high leads to deep relationships (Need to Nurture is more about depth of connection while this scale is

more about the shallower waters of the relationship pool)
5. High scorers are always fun (might be overshadowed by other traits; may turn it off more at work)

0 1 2 3 4 5 6 7 8 9 10

Median Describer Score 7.3

Reference Range: Represents someone who can be fun, magnetic, and comfortable in the spotlight. Research shows that
people are drawn to energy, so the reference range re�ects people who can leverage their energy and presence to draw
others in quickly, put them at ease, and motivate them.

Lower Scores 0 to 4 Higher Scores 7 to 10

Potential Strengths: modest, less likely to dominate
conversations, don’t have to talk or be in the spotlight to
be content

Potential Strengths: likeable, expressive, can engage
friends or strangers, fun, can light up a room, can set the
temperature socially

Potential Constraints/Risks: may take some time to warm
up in groups or less familiar settings, may not give off a
strong initial vibe, may not project excitement.

Potential Constraints/Risks: overpowering more reserved
people, overtalking in a group or one-on-one setting, being
a bit intimidating to certain people.

Re�ection Questions: Even if you are more reserved, are
you able to behave like a high scorer when needed? Could
you be more intentional in the �rst few seconds of
engaging people (in person, over the phone, in emails)?
Do you show your fun side enough?

Re�ection Questions: Do you take for granted your ability
to set the temperature in a room and to quickly put people
at ease? Could you leverage this ability even further? Do
you also intentionally build a depth of connection with
others?

Why might I have spread or an outlier in my scores? People might rate you differently because they’ve seen you in
different settings. You may also have some describers who know you well, while others see you more from a distance.
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Overview
This page provides an overall summary of your scores on each behavior. Focus on overall trends and insights as opposed
to overanalyzing a given score or a particular behavior. Your median score is in parenthesis next to each behavior.

1 U r g e n c y  a n d  I n t e n s i t y  ( 7 . 9 )

0 1 2 3 4 5 6 7 8 9 10

2 N e e d  t o  N u r t u r e  ( 4 . 2 )

0 1 2 3 4 5 6 7 8 9 10

3 C r i t i c a l i t y  ( 6 . 9 )

0 1 2 3 4 5 6 7 8 9 10

4 S e l f - C o n � d e n c e  ( 8 )

0 1 2 3 4 5 6 7 8 9 10

5 S e l f - C r i t i c a l  ( 1 . 9 )

0 1 2 3 4 5 6 7 8 9 10

6 N e e d  f o r  E n c o u r a g e m e n t  ( 3 )

0 1 2 3 4 5 6 7 8 9 10

7 D o m i n a n c e  ( 7 )

0 1 2 3 4 5 6 7 8 9 10

8 D e f e r e n c e  ( 2 )

0 1 2 3 4 5 6 7 8 9 10

9 S e l f - C o n t r o l  ( 6 . 4 )

0 1 2 3 4 5 6 7 8 9 10

10 A g g r e s s i v e n e s s  ( 5 . 5 )

0 1 2 3 4 5 6 7 8 9 10

11 N e e d  f o r  O r d e r  ( 8 . 6 )

0 1 2 3 4 5 6 7 8 9 10

12 N e e d  f o r  C h a n g e  ( 0 . 9 )

0 1 2 3 4 5 6 7 8 9 10

13 E n e r g y  a n d  E x p r e s s i v e n e s s  ( 7 . 3 )

0 1 2 3 4 5 6 7 8 9 10
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Top 3 Personal Constraints
What is a Personal Constraint? It’s something that holds you or the people you in�uence back. Put simply, it’s a behavior
you take too far, and ironically it’s almost always a strength you take too far. It is essential to understand and play to your
strengths, and we believe you can better leverage your strengths by being aware of when you reach the tipping point of
overusing them.

The constraints below represent the three behaviors in which your 360 pro�le data differs most from the reference range.
It’s common that some of the constraints below boil down to a broader overall constraint, so be sure to look for common
themes. It’s possible that all three constraints will apply to you, but if not, focus on the ones you agree with. You could
even go back and look at the rest of the behaviors in the report and see if any of those would be even more applicable.
Think about what you’ve already been working on and what feedback you’ve received in the past as you decide what to
focus on in your Traction Plan.

Need to Nurture - At Risk of Being Too Low

0 1 2 3 4 5 6 7 8 9 10

Need for Change - At Risk of Being Too Low

0 1 2 3 4 5 6 7 8 9 10

Criticality - At Risk of Being Too High

0 1 2 3 4 5 6 7 8 9 10
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